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Abstract 
This paper reviews the existing evidence for dual discrimination based on gender 
and ethnicity for minority/immigrant women. It focuses on income inequalities 
between minority/immigrant women and other groups. The effects of human 
capital, occupational segregation, sector segregation and discrimination or 
stereotyping on earnings gap are identified. The paper also proposes that a 
preponderance of minority females in certain occupations may result in a 
devaluation of wages and lowering of prestige in these occupations. The unique 
set of stressors experienced by minority/immigrant women that may affect access 
to jobs as well as performance on the job are also discussed. 
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LAYERS OF D,SCR,M,NAT,ON: ,NCOME W U J W B W J B I FEMALE MINOR,TY 
POPULATIONS A N D O T H E R G R O U P S 
Introduction 
A large amount of research has been done to compare the earnings of women and men 
and minoSfmmigrants and native born populations ( A r m s t r o n g [ ^ ^ 2 ' ^ ^ ^ 
A qakPllariou 1993- Reid & Rubin 2003). The research consistently suggests that women are 
5 ^ ^ ' r i S ^ to men and'that minorities are disadvantaged compared to nat.ve bom 
S S l S S T v S m some plausible conjecture it is logical to conclude that female m.noritv/ 
[rnmtrant workers may be the most disadvantaged group in the workforce as compared to other 
gender or ethnicity based groups. 
As of 2001 5 4 million people in Canada (18.4% of the population) were born outside 
the country (Statistics Canada, 2003). Visible minority populations have increased three-fold 
since 1981 and immigrant populations constituted 19.9% of the total Canadian labour force in 
2001 (Statistics Canada, 2003). 
According to Statistics Canada, "female immigrants of 1990's faced tougher labour 
markets than male immigrants". Table 1 summarizes the differences in employment rates 
between immigrant and native-born men and women. In 2001 recent male immigrants (those 
who arrived in the last 5 years) aged 25-44 had an employment rate of 77.4%, which was 8.9% 
lower than their Canadian counterparts (see Table 1). However this was a marked improvement 
compared to 1996 when the gap was 12.3%. In contrast only 55.6% of recent female 
immigrants in 2001 were employed, 21.8% lower than Canadian-born women (see Table 1). 
Unlike for male recent immigrants, this was similar to the gap in 1996, and double the gap in 
1991 (Statistics Canada, 2003). 
Table 1 
Employment Rate Gaps: Immigrant vs. Native-born Populations in Canada (age 25-44) 
Census year 
2001 
1996 
1991 
Immigrant vs. Native-born Men 
-8.9% 
-12.3% 
-9.3% 
Immigrant vs. Native-born Women 
-21.8% 
-21.8% 
-10.8% 
Source: Statistics Canada (2003) 
While Statistics Canada reports consistently deteriorating entry earnings of Canada's 
immigrant cohorts between 1966 and 2000, very little has been done explain this deterioration, 
especially for female immigrants who seem to be facing ever tougher labour markets every 
year. Our searches, both in governmental websites as well as databases of scholarly business 
publications yielded relatively few studies focusing on the earnings gap between female 
minorities and other groups in Canada. Given the persistence, magnitude and depth of the 
problem and forecasts that suggest that all of the growth in Canadian labour market by 2011 is 
slated to come from immigration (Statistics Canada, 2003), it is somewhat surprising that very 
little attention has been paid to this topic in research. 
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The purpose of this paper is to evaluate the evidence for dual discrimination based on 
gender and birthplace for minority/immigrant women. In addition, the paper attempts to identify 
the factors contributing to the disadvantages faced by minority/immigrant women. The effects on 
earnings gap of human capital, occupational and sector segregation, stereotyping and pay 
devaluation in minority dominated occupations are evaluated. The paper also discusses the 
unique set of stressors experienced by minority/immigrant women, which may affect access to 
jobs as well as performance on the job. Visible or ethnic minorities and immigrants are 
discussed in an interchangeably in this paper. The extent of the overlap can be evidenced from 
the fact that two out of three minorities in Canada are born outside Canada (Statistics Canada, 
2003). A commonality of issues and a significant overlap in these populations supports the 
appropriateness of such a treatment. 
Theoretical Considerations 
The potential explanations for wage inequalities between men and women can be 
gleaned from the factors that contribute to these inequalities which can range gender 
discrimination or stereotyping to the occupational segregation of w o m e n and gender-typing of 
the occupations with a preponderance of w o m e n employees and so on. A number of such 
explanations for gender-based wage inequalities may be extended to explain such inequalities 
between minority females and other groups and three of these are highlighted below. 
Gender theory 
In his seminal gender theory, Becker (1970) suggested that if an employer or co-worker 
has an inherent dislike of female employees, he or she will seek compensation for hiring a 
female worker. Becker termed this compensation, the 'discrimination coefficient' and indicated 
that in this situation, the observed income of a female employee will be the 'value of the 
employee' minus the 'discrimination coefficient', where the 'value of the employee' is the wages 
which a male employee with a similar human capital would have been paid. 
Extending this theory to explain the wage depression for minority females, a person with 
an inherent dislike for females and immigrants/minorities will seek compensation for hiring a 
female minority on two accounts, her being a female as well as her being a minority/immigrant. 
The observed income of the female minority/immigrant worker will then be expressed by the 
following equation: 
Income = Value of the employee - (Discrimination A + Discrimination B), 
Where: 'Value of the employee' is the wage which a white, native-born male employee with a 
similar endowment as the female minority/immigrant worker would have been paid. 
Discrimination A= Compensation sought for the undesirable gender status 
Discrimination B= Compensation sought for the undesirable ethnicity/birthplace status 
Screening Hypothesis 
Shamsuddin (1998) extended Spence's (1973) 'screening hypothesis' to explain the 
wage gap for female minorities. Screening hypothesis states that the earnings of a person may 
depend on traits that are unrelated or weakly related to the productivity of the person. In the 
absence of complete knowledge of an employee's productivity, employers may use traits like 
education or years of experience as 'cues' to signal the productivity of the person. Gender and 
birthplace or cultural background may serve as productivity cues if an employer bel.eves that a 
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certain country of origin is associated with lower human capital in the Canadian labour market 
These cues cln ead to an assessment of wages which may be lower than the actual value of 
luch an em^oyee If the same employer associates being a female also with a lower 
producTvityTen the employee will be subjected to a dual source reduction in her value. The 
aSual value o M h e person is the wage that a white native born male with s.m.lar endowments 
would be paid. 
While Becker's gender theory suggests the employer's/co-worker's discriminatory 
attitudes as the source of wage gap, Spence's hypothesis focuses on attributes of the potential 
employee, but using incorrect cues in evaluation. 
Wage devaluation theory 
A number of studies show that workers (both male and female), in female dominated 
occupations continue to earn less for work of 'similar worth' than their counterparts in male 
dominated jobs (e.g. Kidd & Goninon, 2000). According to the 'crowding hypothesis,' which has 
often been used to explain such results, where w o m e n are crowded into 'female-jobs' due to 
discrimination on the part of employers. This crowding results in lower wages and prestige 
being associated with these jobs (Sorensen, 1989). 
While gender theory and the screening hypotheses may be extended to explain the 
discrimination or stereotyping component of wage inequalities for minority women, the wage 
devaluation theory for female-typed occupations posited by Hodge and Hodge (1965) may also 
be extended to explain the lower wage rates in occupations where the proportion of female 
minorities is high. Given the economic vulnerability of many female minorities, the numerous 
stressors associated with their situations and a lack of knowledge about wage rates and 
currency value differentials, their ability to negotiate equivalent conditions in work environments 
may be low. This situation is often further exacerbated by an undocumented or ambiguous initial 
legal status for many. An occupation with persistent over-representation of minority female 
employees with typically lower negotiation power is likely to eventually lead to wage devaluation 
in such female minority-typed occupations. One case study (Lapidus & Figart, 1998) examined 
the effect of gender and race on pay and reported that the racial-ethnic and female composition 
of occupations had a negative impact on wages in the U.S.; however, this phenomenon remains 
under-theorized and warrants further research attention. 
Empirical Evidence of wage gaps for minority women 
More females (75%) than males (48%) immigrated to Canada as a family member or 
spouse (Longitudinal database on immigrants, 2002). Only 1 2 % of females immigrated in the 
independent economic category (Citizenship and Immigration Canada, 2002). These numbers 
partially explain the lower initial female immigrant participation in the labour-force; however, they 
also indicate the vulnerability of minority/immigrant females due to their economic dependence 
on spouses or family members. In addition to this economic dependency, female immigrants 
experience a number of unique and additional stressors, discussed later which may contribute 
to their disadvantageous positions in the labour-force. 
A number of studies (Becker, 1957; Duncan, 1969; Kluegel, 1978- Mincer 1970; 
uaxaca 1973, Smith, 1976) indicate the importance of work experience, educational 
qualifications and market variables as determinants of compensation. It is often contended that 
inequality in earnings results from application of 'universalistic criteria' to groups that meet these 
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criteria unequally (Jones, 1972; Yetman & Steele, 2001). It has also been argued that 'human 
capital' is a predictor of stratification and therefore of the wage gap (Applebaum, Bailey, Berg, & 
Arne, 2001). However, there is enough contradictory evidence indicating that race and gender 
explain differences beyond human capital at all levels of occupational hierarchies to warrant 
skepticism regarding the application of universalistic criteria (Jacobs & Steinberg, 1990; Mishel, 
Bernstein, & Schmitt, 2001; Reskin & Padavic, 1994). 
Taylor (1979) conducted a study of the Federal Civil Service in the US comparing 
various gender/ ethnicity based groups on income levels, using a large random sample 
developed by drawing one respondent from every hundred employees in a 2.25 million 
population of the full-time white collar workers. This population is particularly interesting since 
the U.S. Federal Civil Service has legally implemented a merit-based system of employment 
since the passage of the Civil Services Act in 1883. It should then follow that there are little if 
any, income disparities in this organization as compared to the private sector, except for those 
based on merit. The findings, however, indicated that large differences in wages between 
minority/gender groups remained after controlling for occupational streams and a number of 
employment related variables. The study established that, with variables such as age, 
experience, education and supervisory status controlled, minority males earned $1994 less than 
non-minority males, non-minority females earned $3476 less than non-minority males and 
minority females earn $ 3970 less than non-minority males. These results indicate that female 
minorities were the most disadvantaged group overall in this population. W h e n "professional" 
occupational groups in the U.S. Federal Public Services were analyzed separately, minority 
females earned $5172 less than non-minority males. Differences in wages were lower in lower 
level jobs but they remained significant. In addition, at all levels, minority females received lower 
returns for education. Both the unexplained wage gap and the differential return for human 
capital investments suggest that discriminatory, not universalistic criteria were being applied in 
this "merit-based" system. 
Taylor's study though somewhat dated, is one of the most comprehensive studies on the 
topic of wage differentials amongst various gender/ethnicity based groups. Even though the 
overall representation in terms of numbers in the U.S. Federal Civil Services was fair, the wage 
levels as well as segregation of female minorities in lower level jobs contributed to their 
disadvantageous positions. 
The differences between the wage levels of female minorities and other groups in 
Taylor's (1979) study were larger if variables like education and experience were not controlled. 
These findings provide important insight regarding the plight of immigrants who frequently cite 
"lack of recognition of educational credentials" and "lack of Canadian work experience" as the 
| greatest hurdles they face in finding jobs (Citizenship and lmmigration,_Canada, 2002). 
Like most other studies on visible minorities, Taylor's (1979) study had no measure of 
'ability' which can be argued to contribute to the pay differential, however, entry to the Federal 
Civil Service in the U S entails performing reasonably well on an aptitude test, which sets a 
lower bound on ability for all employees. Lastly, it should be noted that due to the specificity of 
its organizational and national context, Taylor's (1979) prevents generalization across different 
sectors and labour markets which are likely to have an impact on wage differentials in various 
groups. 
Other researchers have found less clear evidence of wage gaps. Shamsuddin (1998) 
used census microdata to analyze whether female immigrants to Canada experience dua 
discrimination (gender and birthplace) in terms of wages. Shamsuddin obta.ned a sample of 
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16 638 married individuals including native and foreign born males and females. In h s study, 
the overall earnings differential between native-bom males and foreign-born females was 
decomposed into four components, differences in native-immigrant endowments within a gender 
group native-immigrant earnings discrimination within a gender group differences in male-
female endowments within a birthplace group and male-female earnings discrimination w.th.n a 
birthplace group The findings of Shamsuddin's study suggest that female immigrants 
experience a double-negative (gender and ethnicity based) effect relative to native born males. 
Female immigrant earned 7 1 % to 7 9 % of native born m e n but a very small statistically 
insignificant difference of 1.5% is attributed to discrimination by birthplace, the rest is attributed 
to gender discrimination. Moreover Beach and Worsick (1993), using a job mobility survey of 
adult Canadian immigrants using a non-census dataset, suggest that a foreign born female had 
an initial earnings advantage of 1 2 % to 1 4 % over an equally qualified (in terms of education and 
experience) native-born female. It should be noted however, there was no further growth of 
earnings of the former over the latter during her work cycle in Canada. 
While both of the above studies seem at first glance to refute the possibility of dual 
discrimination, the methodologies warrant a closer look. The surprising results in 
Shamsuddin's study are better understood if the minority female samples are broken down into 
sub groups of South Asian, Southeast Asian and African samples. South Asian samples seem 
to have an earnings advantage over native-born females that largely offsets the disadvantages 
for all other groups of minority females. Also, Beach and Worsick's (1993) observation is based 
on a 'job mobility survey conducted some time ago, in 1973 which incorporated 'employed 
recent immigrant women'. Given that very small percentages of w o m e n as compared to men 
entered Canada in economic/independent skilled worker categories at that time, the survey 
sample would likely have had an over-representation of highly educated and experienced 
women. Contradictory findings in Fagnan's (1995) study support this view, as it was found that 
female immigrants indeed had an initial earnings disadvantage and for professional females 
there was no earnings growth in their career cycles that might close the gap with native born 
females. 
Lastly, it should be noted that while the generalizability of Taylor's study is circumscribed 
due to the specific organizational context, Shamsuddin's study only compares the wage levels 
of various gender/ethnicity groups and does not incorporate the occupational segregation which 
may further contribute to wage discrimination by limiting access to higher occupational levels or 
attractive employment sectors. 
Empirical research examining occupational segregation 
Howland & Sakellariou (1993) evaluated the relative economic position of Asian, Black 
and White Canadians by decomposing the effects of productivity related characteristics', wage 
discrimination and occupational segregation. The source of data was the 1986 Canadian 
census. Income data for men was analyzed in occupational categories of Management/ 
Professional, Other non-manual, Machining/ Processing and Contract /Transportation. For 
females, the categories were limited to Management/ Professional and Other non manual due to 
sample characteristics. 
Pvi.t, wiS"95 °f v6 S\UAly,'end partial support t0 the contention that dual discrimination 
exists for female minorities. While salaries were almost at par (very slightly lower) for visible 
Steoorv t h i f Wh6n C°T r e d t0 natiV6-b0m females in th* 'Management/ Professional' 
category, there was a significant d.fference in the Other non-manual category with visible 
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minorities earning lower rates of pay. South Asian and Southeast Asian w o m e n employed in 
other non-manual occupations earned an average of 7 5 % to 8 0 % of white female salaries. 
There was a lower representation of minorities overall in the Management/ Professional 
category. Additionally, the findings suggest that the White and South Asian earnings differential 
is due to endowment characteristics indicating that for similarly endowed females White women 
have an earnings advantage over South Asian women. As regards Black w o m e n the largest 
component of earnings differential comes from occupational segregation. Endowment 
differences actually favour Black w o m e n but this group tends to be overly represented in lower 
level jobs. This study contradicts Taylor's (1979) findings where differences in wages were more 
pronounced in higher occupational levels and diminished in low-level jobs. 
The contradictions discussed above may be explained by recognizing that visible 
minorities are not a homogeneous group and given the low representation of minority w o m e n in 
certain occupational groups, sample characteristics can significantly skew the results. Howland 
and Sakellariou's study was based on a Canadian sample whereas Taylor's study was based 
on a U.S. sample. The ethnic make-up of the two countries is very different. Hispanic 
populations make up the largest sub-group of minority populations in the U.S. whereas in 
Canada, Asians make up the largest sub-group (census, 2000;, Statistics Canada, 2001). The 
studies also suggest that depending on the contributing factors being discussed, some minority 
populations may be more disadvantaged than the others. Additionally, the findings may be 
specific to the organizational settings in the various studies. 
Taylor's (1979) findings at least in the context of the U.S. Federal are supported by 
Daley's (1996) study. His analysis is based on the secondary data from a career development 
survey of a stratified random sample of 13,000 U.S. federal employees in mid and senior level 
jobs (job grade 9 through 11). The findings, which confirmed that there are gender as well as 
ethnic distinctions among upper-level federal employees, which lead to differences in career 
advancement opportunities for minority females and other groups, are congruent with Taylor's 
findings. They contradict an oft-repeated argument in the literature that differences in education 
and experience contribute to the differences in advancement between men and w o m e n and 
between white men and minority w o m e n (e.g. Naff, 1994). The evidence clearly points to the 
segregation of female minorities in lower occupational levels in organizations like the U.S. 
Federal Civil Services. 
The analyses suggest that ethnic and gender differences in wages exist for upper level 
federal employees and these distinctions affect career advancement of various groups 
differently, with minority females being in the least advantageous positions. Daley's study (1996) 
further suggests that minority females have to rely more on proving their worth through formal 
means such as educational qualifications and experiences. They also tend to hold jobs that are 
more likely to be in offices that are substantially staffed by w o m e n and minorities, which limits 
their contact with, or visibility to the so called 'career advancement gatekeepers'. 
Income inequalities and Sector Segregation 
The use of census or immigration department data in samples limits the dependent 
variables that can be included in the analysis of wage differentials. One such variable that is 
likely to have an effect on the wage gap and which is not usually available in secondary 
governmental data sources is the sector of employment. 
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it has been established that work related outcomes differ by sector (Averntt, 1968) 
It has beerlesrara^neu
 articu|ated career ladders as well as greater job 
Higher earnings and benefits pkisbeitter arncw
 d b , . ith opposite effects 
satisfaction ^ ' f ^ f ^ ^ t ^ t ^ 968; w l ace & Chin-fen, 1990). Reid and 
S 2 0 0 3 ^ s e d W t a T i S S S £p?non Research Centers (NORC) general sodal 
su™ey where espondt, were asked to indicate their job title, the tasks they performed at 
^ k and thetype orcompany they worked for in addition to ^ ' ^ ^ X L ^ Z 
^mnlP sizes that ranaed from 638 to 1538 in 5 different years from 1974 to 2000 they created 
fouT varies^ c o S n g S r e n t segments of economic and labour markets. The effect of 
he e^variableso7the wage gap was analyzed. The segments included 1) Primary Labour 
Market which consists of jobs that require skills, training and education and that are 
characterized by stable employment, high wages, bureaucratic managements opportunities for 
advancement and union protection. 2) Secondary Labour Markets, which included jobs requiring 
low skills little job training and minimal job security and low wages. 3) Economic-Core sector, 
which is composed of monopolistic industries that are large in size and influence, have 
diversified capital, are technology intensive and operate in National and International markets^ 
4) Economic-Periphery sector, which is composed of small firms characterized by restricted 
markets, higher risk, a small number of employees and labour intensive techniques. 
Based on various combinations of these four segments, four variables of core-primary, 
core-secondary, periphery-primary and periphery-secondary were examined in this longitudinal 
study (Reid & Rubin, 2003) for their effects on earnings. The effects of age, education and 
experience were controlled in the study. Findings suggest that even as of the year 2000 (see 
table 2), white men employed in the least rewarding sector (periphery-secondary) earned $7000 
more than any other race/gender group. In the most rewarding sector (core-primary) white men 
earned $ 14000 more, on average than immigrant women. White women were the least 
advantaged group in the core primary sector, earning slightly less than non white women, 
whereas in all other sectors non-white women were the least advantaged group. The slightly 
better position of non-white women in the core-primary sector is overshadowed by the fact of 
their continued and significant under representation in this sector based on labour market 
availability. 
Table 2 
Mean Ear ings ($) based on the Composition of Indus ry-Oc upation Sectors in the U.S.
(2000) 
Population 
Group 
White Males 
White Females 
Non White Males 
Non White Females 
Source: 
Core-
Primary 
48,151 
33,029 
44,281 
33,630 
Reid and Rubin (2C 
Periphery-
Secondary 
23,901 
16,413 
16,973 
14,751 
)03) 
The definitions and demarcations of parallel economic sectors are somewhat unclear 
and the sample is somewhat skewed toward black minorities in Reid and Rubin's study (2003). 
Nevertheless, the study provides evidence to suggest that race disadvantages play out through 
both discriminatory wage differentials and the distribution of non-whites, especially non-white 
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females, in less lucrative jobs and less lucrative industries. Although the relative share of overall 
employment for non-white w o m e n went up from 1974 to year 2000, their gains were far less 
than all other groups. 
Based on the discussion thus far, it is clear that there is evidence in the literature for the 
existence of wage gaps for female minorities. However, the source of this disparity, which 
ranges from wage discrimination to occupation or sector segregation, is often a key point of 
contention. 
Stereotyping and discrimination 
Numerous studies have examined stereotyping and discrimination against visible 
minorities (e.g. Bell, 1990; Bell & Nkomo, 1994; Rana, 2000). Bell and Nkomo (1994) suggest 
that there is lack of acceptance of Black w o m e n as authority figures, a propensity to place them 
in positions of less authority than White w o m e n and negative stereotyping and exclusion of 
Black w o m e n from informal networks in the organizations. Hispanics have been stereotyped as, 
among other things, unintelligent and too emotional (Fernandez, 1991). Asians have been 
stereotyped as diligent, intelligent, passive and reserved (Fernandez, 1991). While some of the 
qualities attributed to Asians are positive, they are not necessarily managerial qualities. 
Giscombe and Mattis (2002) conducted a multiphase study to evaluate the possibility of 
dual discrimination for 'women of colour' at higher-level positions (professional/ managerial) in 
the private sector in the U.S. The study entailed an analysis of U S census data, qualitative 
research at 15 Fortune 500 companies that included 57 focus groups at entry or mid-level 
positions and in-depth interviews with 42 senior-level w o m e n of colour. The research also 
included a survey administered to w o m e n in higher levels who work in a geographically and 
industrially diverse sample of 30 Fortune 1000 companies as well as an analysis of diversity 
policy documents in these companies. The findings of the study, aside from confirming 
occupational segregation and lower wages for professional 'women of colour" suggest that 
women face a number of barriers to advancement which include: stereotyping, not having an 
influential mentor or sponsor, lack of access to informal networks and lack of high visibility 
assignments. One notable exception in compensation of the visible minorities, were Asian 
women who seemed to fair better than white w o m e n in terms of salaries, however, they faired 
poorly in terms of proportional representation in higher positions which is consistent with the 
other studies (e.g. Shamsuddin, 1998). The study (Giscombe & Mattis, 2002) suggests the 
existence of dual discrimination for visible minorities in the private sector of the U.S. W o m e n of 
colour are disadvantaged in having to negotiate identities in environments where negative 
stereotypes persist, in having even less access to influential networks than women in general 
and in feeling even less optimistic about advancement opportunities than w o m e n in general. 
Rana (2000) discusses how an "immobile industrial underclass" has developed in the 
U.S. based on the stereotyped Malaysian women. The w o m e n in Malaysia are described as 
'perfect for painstaking and tedious work of assembly jobs in electronics, which requires nimble 
fingers, agile hands and keen eyesight'. In addition they are known to 'obey' the commands of 
their supervisors. The electronics industry is characterized by intense work for short periods of 
time and demands flexible labour hours as well as an expendable and contractible work force. 
W o m e n from Malaysia are preferred for such jobs as they accept lower wages and are 
supposed to be temporary workers who would leave when they marry or have children. This 
stereotypical Malaysian w o m a n is the ideal employee for assembly lines in the U.S. 
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Ainna similar lines Hossfeld (1990) showed that white managers in Silicone Valley, consistently 
S e d t Asfcrf workers as 'girls', while non-Asian workers were •women'. O n e manager 
explained: 
"Asian women are more subservient than American females: if I refer to 
them as girls it's because to m e they act like girls: They only speak when 
spoken to, do exactly as they are told and so forth" (Rana, 2000: pp 294) 
Women are especially vulnerable in high tech industries as the Global nature of this 
industry leaves a lot of ambiguity in deciding which nation's laws are applicable when the 
working conditions are not appropriate. Immigrant w o m e n are often targeted for these jobs due 
to their 'docility' and 'nimbleness'. 
Income inequalities and Wage devaluation 
While research establishes discrimination, stereotyping, occupational and sector 
segregation of minority w o m e n as contributing factors to wage inequalities, the phenomenon of 
wage devaluation may also contribute to these inequalities by systematically creating an 
environment for the suppression of wages in occupations where there is a preponderance of 
minority females. As mentioned earlier, Hodge and Hodge (1965) posited the theory of wage 
devaluation for female dominated occupations but this theory has not yet been extended to 
female minority dominated occupations. 
Reid' (1998:514) argues that the "pay devaluation common to women-dominated occupations is 
impossible in minorities' fields because nationally, occupations cannot become race/ethnic 
typed in the same way or to the same extent that occupations can become sex-typed". Rana 
(2000) notes, however, that immigrant w o m e n constitute about 7 0 % of the entry-level labour 
force in Silicone Valley. Catanzarite's (2002) longitudinal study also provides convincing 
evidence of a 'cause' and 'effect' relationship between an increasing concentration of Latinos 
(men) in undesirable jobs and resulting median pay deterioration over time in fields with a large 
share of recent immigrant Latinos. Future empirical research needs to examine the possibility of 
wage devaluation in those occupations that are dominated by immigrant women. 
Other Workplace Challenges Faced By Minority Women 
In their recent meta analysis, Allen, Herst, Bruck and Sutton (2000: 302-303) suggest 
"Minority groups often experience unique career issues such as stereotyping, restricted 
advancement opportunities, attributional biases and stresses associated with token status". 
Many immigrant workers especially females (Citizenship and Immigration Canada 2002) 
initially come as economic dependents (see figure 1). The percentage of w o m e n who are 
•Economic Principal Applicants' has consistently been the lowest of all immigration categories. 
Several immigrants stay separated from their loved ones for an extended period of time 
(Citizenship and Immigration Canada., 2002) in countries where their situations are stressful, 
prior to arriving in the U.S. or Canada. Once here, these populations are faced with the 
additional challenges of adjustment to a new country and culture with different physical climatic 
and social environments. Language differences can pose an additional source of stress for 
many^ Many of these stressors are compounded by the absence of support networks of 
extended family and friends, especially for new immigrants. networks 
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An area that is particularly devoid of sufficient research is that of 'unique' stressors that 
exist for minority women, especially recent immigrants at workplaces, and how these stressors 
affect their job performance and in turn, the wage-levels. In addition to the stresses associated 
with token status (Kanter, 1977), economic dependence and adjustment and adaptations to new 
cultures, climates and languages (Bell, 1990; Greenhaus, Parasuraman, & Wormley, 1990; 
Pettigrew & Martin, 1987), there is evidence of heightened harassment in workplaces that these 
women have to endure (Berdahl & Moore, 2006). The only study (Berdahl & Moore, 2006) till 
date to examine, how gender and ethnicity affect the incidence of both sexual harassment and 
ethnic harassment in Canadian workplaces, showed that minority women experienced more 
harassment overall than any other gender/ethnicity based group. 
Discussion 
Space limitations do not permit a full exposition of temporal changes in the conditions discussed 
in this paper, and the discussion in this regard has been limited to comparing partial research 
findings from various points in time. However, a summary note on changes over time is in order. 
Generally, it appears safe to say that there has been some improvement in many of the 
problems and situations outlined above - but also, that conditions affecting women in general, 
and minority w o m e n in particular, remain highly problematic and reflect a continuing, and 
serious, social problem. For example, the 2001 Canadian census (Statistics Canada, 2003) 
shows that women's earning rose from 4 4 % of men's in 1971 to 6 2 % in 2001 - a great 
improvement over time, but also a persisting significant gap. For visible minority women 
compared to visible minority men, the proportion in 2001 was 69%. Further, women comprised 
5 8 % of the total paid Canadian workforce in 2001, compared to 4 2 % three decades earlier. 
Some of the social problems and unique stressors for females are suggested by the fact that the 
number of working w o m e n with young children almost doubled during that period (from 3 7 % to 
70%), but also that, given their dual role as workers and primary caregivers, the average 
number of "sick days off' remained steady at 10 per year - compared to an average of 1.5 for 
men. 
Among other things, this paper argues for the extension of wage devaluation theory to 
explain the suppression of wage levels in occupations which have a majority of female minority 
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wage levels, need to be addressed in future research. 
Immigrant and ethnic/racial minority females are discussed interchangeably in this 
article W h l the issues facing these groups may not be same in magnitude, they are largely 
similar in effect One such important issue is that classifying members of these groups as either 
w o m e n or mlnor^es does not account for the full extent of dual disadvantage they face which 
comes ffom their membership in their gender group as well as their membership in 
race/ethnicity or birthplace group. It is important to establish this duality of disadvantage to 
assist any kind of Policy changes. 
Wage gaps exist between minority females and native-born/ majority females, minority 
males and native-born males, with minority females at the lowest wage levels when a number of 
factors affecting salary levels are controlled. The contributing factors to the w a g e gap range 
from stereotyping or prejudicial discrimination to occupational or sector segregation. Research 
suggests that these contributing factors may affect different minority groups differently. 
This paper highlights the important fact that aggregating various minority sub groups 
results in the loss of potentially significant effects applicable to individual minority sub groups. 
South Asian w o m e n seem to fair well when their wage levels are compared to those of native-
born majority women. However, their less than proportional representation at senior levels still 
contributes to their overall disadvantageous economic position. Black w o m e n seem to fair well 
with endowment characteristics but they too tend to be more segregated in lower level jobs. 
Therefore, the treatment of minorities as a homogeneous group needs to be rectified in future 
research. The difficulties in obtaining large enough samples of such populations necessitate 
higher resource commitments and use of methodologies based on mutual trust and creative 
research design approaches. Such an approach to research involving minorities is likely to lead 
to improvements in existing policies of equitable employment. The current policies treat all 
minority groups equally however, it is clear from the findings of many studies discussed in this 
paper that different minority groups have different issues that need to be addressed through 
fine-tuning the existing policies. 
The studies reviewed in this paper also highlight the different ethnic make-up leading to 
different observations in the U.S. and Canada. While in the US, the representation of female 
minorities in Federal Public Service at lower levels is well balanced, in Canada these groups are 
highly underrepresented (Lewis et al., 2000) in Public Services. These imbalances become 
even more dismal at senior levels. In both the U.S. and Canada, occupational segregation is 
one of the major contributors to the economic underclass that female minorities are relegated to. 
The studies discussed in this paper consistently find that proportional representation of minority 
females diminishes at higher occupational levels. 
The research field that deals with the immigrant or ethnic/ visible minorities is faced with 
the challenge of obtaining insights from responses affected by a number of cultural and 
psychological mechanisms which make these populations very different from the native-born 
majority populations. The performance of minorities as workers has important implications not 
only for employers but also for policy makers. The ongoing debate regarding the quality of 
immigrants measures the success of immigration policies based on the contributions and 
success of immigrants in economic terms. It is therefore important to understand this 
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contribution or lack thereof in economic terms. Since income levels are an important and often 
used measure of contribution, the studies reviewed in this paper clearly indicate the need to 
revisit the backend polices of equitable employment in the U S and Canada, which infeTene 
on y to facihtate equitable treatment up until the point of being hired, and possibly reinforce such 
policies with front end support of access to better jobs, training on the jobs networks and 
mentoring for female minorities in particular and minorities in general. 
Giscombe and Mattis (2002) showed that in promoting diversity, a bottom line case 
based on higher turnover of minorities in organizations with fewer minority employees is often 
used in the private sector. The employers respond to the fact that a better representation of 
minorities would lead to a lower turnover and hence higher savings. However, the perception of 
moral need is missing from the diversity policy literature. There is a clear disparity between the 
intents and effectiveness of such policies, which may be partially successful in bringing about 
structural changes but may not be very successful in bringing about attitudinal chanqes in 
managers 
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